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SUMMARY
EMPLOYEER EVALDATION

Those Offices which made serious comments (0/PC, Management,
Covert fraining snd 0/CD) sgree that an adsquate performance rating
system ig urgently needed sand the impressien is given that a systen
tailored to meet the special nesds of CIA should be devissed., It is

recommended, however, that CIA lean on the studies that industry and

k A L I
other elements of goverrment have recently made, A i AL L .

It is widely recognized that evalustion is subjeciive, that
abstract qualities ars oftsn non measurable in concrete terms and
that formulae and systems will newer wh&lly supplant careful and
congidered judgement by the immediate supervisor., It is felt that the
establishment of & sound rating system would noticesbly improve morale,

While tests and assessment as measures of "worthwhileness“ of
enployecs that have been on duty for some time are fell to be lase

useful than & scund ¢n~the-job performence rating system, the Board

or panel method of evaluating employeez on the bamis of several
types of datae-ratings, supsrvisor judgment, tests, etc,-=is spproved, ILLEGIB
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Selected Comments by the Several Offices on
LMPLOYEE EVALUATION

Office of Hationsl Zstimates

"The appraisal system and rating forms proposed raise all the old
questions about employee ratings, Doszens of systems have been
devised, but they all are weak bescause rating is & subjective
affalr, These schemes work fairly well where you have measurabls
work loads, but in an Agency like CIA, you have mmerous super-
visors rating on non-measurabls qualities,®

%esvorecommends that career advancement withim the Agsnoy be based
on were realistic and broader employee accomplishments than the
achisvement of an srbitrary number of grade promotions within a
gpevified period of time,.®

"eseeracognizes that improved methods of measuring work performance;
sound testing, asgessing and evaluating procedures,...are all
requisites of an effective career system.,”

"The program, &s proposed, has not sufficiently taken into considera-
tioneesssthe assessment and evaluation gervice being provided for
covert office employesa,™

"esvettny rigid specification ss to maximum time in grade or age is

of highly dubious value in relation to kinds of duties per-
formed in CIA, at lsast in the covert operational fields, Anyone
expsrienced in the processes of the civilian agencies of govern-
ment knows that progressicn may well depsnd upon T/0's, budgets,
reorganisations, liking for a particular jeb, operational necessities
and, st times, on the personal whims of the employee's superior.”

"eeesfapproves/ the recommendation for the creation of Boards of
Examination and Review within each Office, as well as at the top
of the Agency to develop standard requirements for effective job
performance, and for measuring the individusl sgeinst the job
requirenents,...belisves, however, that promotion within a singls
Unit, such as & Branch or Division, should still be based heavily
on the judgment of the immediate supervisor.*

Approved For Release 2001/08_Ii1E]‘CIA-RDP78-04214A000100040004-3



Approved For Release 2001/08/15 : CIA-RDP78-04214A000100040004-3

"It is suggested that, if we ars to take industriel examples, a more
comprehensive study be done of several varying programs /1.e.,
selsction techniques/, instead of erbitrarily choosing one as an
axample,”

Meseeit 18 believed that the majer determinant for initisl seleetion
and subsequent advancement and assignment to duty must be appraisal
by the Branch and Division Chiefs.®

% eseowhore the individual must work under cover or semi-cover with
very few perscns privy to his resl identiity and mission, 1t simply
is not practiecable nor desirable to require extensive record kesping
and finel appraisal by teams of pecple however well technically
gualified, ., .”

Managenment

"ecsed good performance rating system is criticslly needed and it
should be developed immediately, This, we fesl, will be the real
first step toward implementation of this program. For exampls,

the various msanas of testing devised by assessment groups and
psychological testing staffs while valusble and necessary, they are
guite inadequate in the proper evaluation of employees who are en
duty and who have long service in the Agency. Thersfore, a rating
or avaluation system should be devised which would baceme the basis
of employee evaludtion with testing and examinations being a
secondary step,"

Office of Training (Covert)

"Inasmach a8 these forms have been recently overhauled by the military
ssyvices & great deal of basic work on the subjeot of eveluation

could be eliminated by accepting the experiences of the mdlitary
gervices. Their forms should be analysed and used,*

"The efficiency report system ie probably the most vital link in.
this chain,®

"An important immodiate step to be considered would be an evaluation
of the GIA employee who terminates his employment., Ressons 2o pro-
duced should be included in the future planning.”
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Office of Collection and Dissemination

", .eothe CIA Library considers that an improved and sfficient
system of evaluating on-thaejob performance is & vital necessity....
but my experience of varicus formal svaluaticn systens used in ONI
and by the Clvil Service does not lead me to expect that any sush
system will ever be very useful - though & good ons would doubtless
be better than no systematic evaluation et all,.®

The Central Intelligence Agency does not now have a performance
svaluation system, at least for its overt employees., Diseussions
on this subject have bsen hald for almost two years with no concrete
evidence of & systam in effaect. HMany employess have received no
evaluation of their job performanece for over a year, This is
harmful for morale, Although the problem primarily belongs to
Persomel, nevertheless all planning by the Office of Training is
negated by the lack of a good system of employee psrfomance
evaluation.®

"The one other facet of the career program of great influence on
incentive is that of rating on-the«job performance which in the
last analysis is usually & better measure of ability than ean be
gained by a testing progréfi«s.. The preferred plan proposed for
rating individuals as described in the prospectus is far superior
to the “fficiency Rating formerly used by the Agency, Its early
adoption is strongly recommended,”
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